
t{¡
KING COUNTY

Signature Report

November 23,2015

Ordinance 18175

1200 King County Courthouse

516 Third Avenue

Seattle, WA 98104

KlngCounty

Proposed No. 2015-0441.1 Sponsors von Reichbauer, Phillips and

Dembowski

1 AN ORDINANCE approving and adopting the collective

2 bargaining agreement negotiated by and between King

3 County and V/ashington State Council of County and City

4 Employees, Council 2,Local2084-FM (Department of

5 Executive Services, Facilities Management Division)

6 representing employees in the department of executive

7 services; and establishing the effective date of said

8 agreement.

9 BE IT ORDAINED BY THE COLINCIL OF KING COUNTY:

10 SECTION 1. The collective bargaining agreement negotiated by and between

tI King County and Washington State Council of County and City Employees, Council2,

12 Local2084-FM (Department of Executive Services, Facilities Management Division)

13 representing employees in the department of executive services, which is Attachment A

14 to this ordinance, is hereby approved and adopted by this reference made aparthereof'

t
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15 SECTION 2. Terms and conditions of said agreement shall be effective from

16 January l,2}ls,through and including December 31, 2016.

Ordinance 18175 was introduced on 1012612015 and passed by the Metropolitan King

County Council on 1112312015, by the following vote:

Yes: 7 - Mr. Phillips, Mr. von Reichbauer, Mr. Gossett, Ms. Lambert,

Mr. McDermott, Mr. Dembowski and Mr. Upthegrove
No: 0
Excused: 2 - Ms. Hague and Mr. Dunn

KING

Phillips,

ATTEST

Anne Noris, Clerk of the Council
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-$ Oow Constantine, County Executive

Attachments: A. Agreement Between King County and Washington State Council of County and City

Employees Local 2084-FM
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18175 ATTACHMENT A

AGREEMENT BET\ryEEN

KING COUNTY

AND

WASHINGTON STATE COUNCIL OF COT]NTY AND CITY EMPLOYEES

LOCAL 2084-FM

PURPOSE AND LABOR_MANAGEMENT COMMITTEE

I]NION RECOGNITION AND MEMBERSHIP..

ARTICLE I:
ARTICLE 2:

ARTICLE 3:

ARTICLE 4:

ARTICLE 5:

ARTICLE 6:

ARTICLE 7:

ARTICLE 8:

ARTICLE 9:

ARTILCE 10:

ARTICLE I 1:

ARTICLE i2:

RIGHTS OF MANAGEMENT.

WAIVER AND COMPLETE AGREEMENT.

EMPLOYEE RIGHTS

HOLIDAYS

VACATIONS

1

2

J

J

4

7

9

SICK LEAVE

GENERAL LEAVES......

...... I 1

HOURS OF WORK AND OVERTIME.

WORK-OUT:OF-CLAS SIFICATION....

REDUCTION IN FORCE .......................

ARTICLE 13: DISPUTE RESOLUTION PROCEDURES

ARTICLE 14: NON-DISCRIMINATION .......'.'.

ARTICLE 15: WORK SCHEDULE....................

ARTICLE 16: WORK STOPPAGES AND EMPLOYER PROTECTION

ARTICLE 17: TEMPORARY EMPLOYEES

ARTICLE 18: TIME, SPACE AND PROPERTY

ARTICLE 19: MEDICAL, DENTAL AND LIFE PLAN....

ARTICLE 20: SAVINGS CLAUSE.....

ARTICLE 2I: WAGE RATES

ARTICLE 22: SAFETY.....

ARTICLE 23: DURATION

ADDENDUM A WAGE ADDENDUM

ADDENDUM B MEMORANDUM OF AGREEMENT TITLED;ADDRESSING "TOTAL

COMPENSATION', COALITION BARGAINING: 2OI 5 -2016 BUDGET; AND

COXT OF LIVING V/AGE ADJUSTMENTS FOR KING COUNTY

BARGAINING UNIT MEMBERS 2015-20T6
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AGREEMENT BETWEEN

KING COUNTY

AND

WASHINGTON STATE COUNCIL OF COUNTY AND CITY EMPLOYEES

LOCAL 2084-FM

These Articles constitute an Agreement between King County (County) and the Washington

State Council of County and City Employees (Union), Local2084-FM (Local).

ARTICLE 1: PURPOSE AND LABOR_MANAGEMENT COMMITTEE

l,l Purpose: The purpose of this Agreement is to set forth in writing the negotiated wages,

hours and working conditions for those employees who are covered by this Agreement.

1.2 Labor-Mønagement Commíttee :

A. The parties agree to establish a Joint Labor-Management Committee (JLMC)

which shall be authorized, consistent with applicable laws and the terms of this Agreement, to use

principles of interest-based bargaining to interpret, apply, and resolve issues affecting Labor and/or

Management.

B. The role of the JLMC is to oversee the tasks and/or committees called for in this

Agreement, and those that it establishes, and to provide the necessary coordination on matters

involving the following principles :

o To deal jointly with issues

' To maintain and improve labor-management relations and communications

' Establish commitment, mutual trust, and mutual respect

' To help identi$ and solve problems

' As a forum to exchange information

' To promote the highest degree of efficiency and responsibility in

performance of the work and the accomplishment of the public purpose of the Facilities Management

Division (FMD) in the Department of Executive Services (DES)

Washington State Councíl of County and City Employees, Council 2, Local 2084-FM - Department of Executíve Services,
F acil it i es Managem ent D iv is ion
January I, 20 1 5 through December,3 l, 20 I 6
272C01 I s
Page I
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' Perform other duties as contained in this Agreement

C. The JLMC will meet at least quarterly unless the parties mutually agree to change

the schedule provided that no more than one hundred-twenty (120) days shall elapse between

meetings. The parties will develop ground rules and other processes and procedures necessary for

conducting LMC meetings.

D. The JLMC does not waive or diminish management rights or union rights. The

parties recognize that the JLMC may not be able to resolve every issue'

1.3 Definitions: All words under this Agreement shall have their ordinary and usual meaning

except those words that have been defined under K.C.C. 3.12, as amended.

ARTICLE 2: UNION RECOGNITION AND MEMBERSHIP

2.1 ßecosnition: The County recognizes the Union as the exclusive bargaining

representative for all employees, other than confidential and supervisory employees, whose job

classifications are listed in Addendum A and who work at Youth Services Center (YSC).

2.2 Unio| Membershíp: It shall be a condition of employment that all employees covered by

this Agreement who are members of the Union in good standing on the effective date of this

Agreement shall remain members in good standing or pay an agency fee. It shall also be a condition

of employment that all employees covered by this Agreement and hired or assigned into the

bargaining unit after its effective date shall, on the thirtieth (30) day following the beginning of such

employment, become and remain members in good standing in the Union or pay an agency fee.

2.3 E*emption: In accordance with RCW 41.56.122, employees covered by this Agreement

who are forbidden from joining a Union by bona fide religious beliefs, or tenants or teachings of a

church or religious body, shall contribute an amount equivalent to regular Union dues and initiation

fees to a non religious charity or to another religious charitable organization mutually agreed upon by

the employee affected and the Union. If the employee and the Union do not reach agreement on such

matter, the Public Employment Relations Commission (PERC) shall designate the charitable

organization.

2.4 Dues Deductíon: Upon receipt of written authorization individually signed by an

employee, the County shall have deducted from the pay of such employee the amount of dues as

I|/ashington State Council of County and City Employees, Council 2,

F acilities Management Div is i on
January I, 2015 throuþh December 3i,, 2016
272C01 I 5
Pøge 2
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certifîed by the business manager of the Union and shall transmit the same to its treasurer.

2,5 Indemnìfication: The Union will indemni$, defend and hold the County harmless

against any claims made and against any suit instituted against the County on account of any check-

off of dues for the Union. The Union agrees to refund to the County any ¿rmounts paid to it in error

on account ofthe check-offprovisions upon presentation ofproper evidence thereof.

ARTICLE 3: RIGHTS OF MANAGEMENT

It is recognized that the County retains the right, except as otherwise provided in this

Agreement, to manage the business of the County and to direct its workforce. Such functions of the

County include, but are not limited tol

A. Recruit, examine, select, promote, transfer and train employees of its choosing, and to

determine the times and methods of such actions;

B. Develop and modiff class specifications as well as assignment for the salary range for

each classification and allocate positions to those classifications;

C. Determine the methods, materials and tools to accomplish the work;

D. Designate work locations and assign employees to those locations:

E. Reduce the workforce due to lack of work, funding or other cause consistent with efficient

management;

F. Discipline, suspend, demote or dismiss regular employees for just cause;

G. Establish reasonable work rules;

H. Assign and direct the work, assign the hours of work and assign employees to shifts of its

designation.

All of the functions, rights, powers and authorþ of the County not specifically abridged,

delegated or modifieà by this Agreement are recognizedby the Union as being retained by the

County.

ARTICLE 4: WAIVER AND COMPI,ETE AGREEMENT

4.1 WaîuÊf: The parties acknowledge that during the negotiations resulting in this

Agreement each had the unlimited right and opportunity to make demands and proposals with respect

to any and all subjects or matters not removed by law from the area of collective bargaining and the

llrashington State Council of County and City Employees, Council 2, Local 2084-FM - Department
F qciliti es Managem enl D iv is ion
January l, 2015 through December 31, 2016
272C01 I 5
Page 3
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understandings and agreements arrived at by the parties after exercise of that right and opportunity are

set forth in this Agreement, The County and the Union each voluntarily and unqualifiedly waive the

right and each agrees that the other shall not be obligated to bargain collectively with respect to any

subject or matter not specifically referred to or covered in this Agreement, even though such subject

or matter may not have been within the knowledge or contemplation of either or both of the parties at

the time they negotiated or signed this Agreement. All rights and duties of both parties are

specifically expressed in this Agreement and such expression is all inclusive. This Agreement

constitutes the entire agreement between the parties and concludes collective bargaining for its terms,

subject only to a desire by both parties to mutually agree to amend or supplement at any time, except

for negotiations over a successor collective bargaining agreement.

4,2 Modifícation: Should the parties agree to amend or supplement the terms of this

Agreement, such amendments or supplements shall be in writing and effective when signed by the

parties.

ARTICLE 5: YEE RIGHTS

5,1 Ju.st Cause Standørd: No regular employee shall be disciplined except for just cause.

5.2 Dßciplinøn Actíon:

A. Disciplinary action may include written reprimand, demoti'on, reduction in pay,

suspension or discharge. An employee who is disciplined will be given a copy of the discipline when

issued. A copy of the discipline will also be given to the Union. Warnings and counseling whether

given orally or in writing are not discipline.

B. When the County takes disciplinary action the employee shall be given written

notice of such action and, upon written request, reports or documentation will be made available to

the employee.

, C. An employee attending a disciplinary investigation meeting may have Union

representation present, if requested.

5.3 Personnel Fíles:

A. The employee andlor a Union representative may examine the employee's

personnel files if the employee So authorizes in writing. Material placed into the employee's files

Washington State Council of County and City Employees, Council 2,
F a cilit ies Managem ent D iv is i o n
January l, 20 I 5 through December 3 1, 201 6
272C01 I5
Page 4
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relating to job performance or personal character shall be brought to his or her attention prior to

placement in the file. The employee may challenge the propriety of including it in the files. If, after

discussion, the County retains the material in the file, the employee shall have the right to insert

contrary documentation into the file, or request the removal of a document that is in the file.

B. Unauthorized persons shall not have access to employee files or other personal data

relating to the employee. The Director of FMD/designee will determine staff authorized for access to

personnel files maintained in FMD. All persons with the exception of FMD, Human Resources

Division (HRD), Labor Relations personnel, and Prosecuting Attomey staff shall record access to

employee files.

C. Files maintained by supervisors regarding an employee are considered part of the

employee's personnel file and subject to the requirements of applicable laws and any provisions of

this Agreement applicable to personnel files, including allowing employee access to such files.

5.4 Clas,s.,Specìfìcations: When the phrase, such as "performs related work as required," is

incorporated into the text of an ofhcial class specification as a representative example of work, the

assignment of such work on a regular and ongoing basis shall be within the essential duties and

responsibilities of the classification. Except as agreed to by the Union and the County, employees

shall not regularly and on an ongoing basis be assigned duties foreign to their classification.

5.5 Rìsht to Representation: Employees shall have the right to representation as defined by

law and the terms of this Agreement.

5,6 Milegse: All employees who have been authorized to use their own transportation on

County business shall be reimbursed at the IRS rate.

5.7 Personal Plooerfi: Employees whose personal property is damaged during the

performance of their duties shall have same repaired or replaced at County expense; provided, that

such reimbursement shall not exceed five hundred dollars ($500.00) per incident. Paperwork

necessary to process claims covered under this Section will be initiated by the County with due speed

upon receipt of the claim from the employee.

5.8 Suþçontractìns: The County will not contract or subcontract work when such action will

cause layoff of regular employees unless it is required by state or federal law.

lhashington State Council of County and City Employees, Council 2, Local 2084-FM' Department
F ac il if i es Mønagement Div is ion
Januøry 1,2015 through l)ecember 31, 2016
272C01 I 5
Page 5
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5.9 Safetv Stgnclørds: No employee shall be directed to work in a manner or condition that

does not comply with the minimum accepted safety practices or standards, or in a condition, location

or assignment which would constitute ahazardto the employee's health or well-being.

5.10 Seníorítv Cslculation: For the pu{poses of this Agreement, seniority shall be defined as

the length of continuous regular service which includes seniority accrued with the former DYS

without a break in that service.

5.10.1 The calculation of seniority will be accomplished by automatically crediting each

employee at the beginning of the calendar year with the number of regular hours s/he would be

scheduled to work during the remainder of the calendar year based on his/her employment status as a

full+ime employee. Any leave-without-pay hours will then be subtracted from the total employment

and classification time as it is taken throughout the calendar year.

5.10.2 Part-time regular employees will accrue seniority based on the number of regular hours

compensated during the calendar year, not to exceed a full-time accrual rate.

5.10.3 No employee shall lose seniority due to an absence caused by an on-the-job injury or

otherwise as provided by law (i.e., military leave, FMLA).

ll/ashíngton State Council of County and Cily Employees, Council 2, Local 2084-FM - Department of Executive Services,
F acilit ies M anagement D iv is ion
Januøry I,2015 through December 31, 2016
272C0t I 5
Page 6
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ARTICLD 6: HOLIDAYS

6,1 Celebrated Holídavt:

A. All regular, probationary, provisional and term-limited temporary employees shall

be granted the following holidays with pay:

Holidøy Date Celebrøted.

New Year's Day January lst

Third Monday in JanuaryMartin Luther King Jr's Birthday

President's Birthday Third Monday in February

Last Monday in MayMemorial Day

July 4thIndependence Day

First Monday in SeptemberLabor Day

November 1lthVeteran's Day

Thanksgiving Day Fourth Thursday in November

Day Following ThanksgivingDay after Thanksgiving

December 25thChristmas Day

and any day as declared by the president or governor and as approved by the Council.

B. Whenever a holiday falls upon a Sunday, the following Monday shall be observed

as a holiday, and any holiday falling on a Saturday shall be observed on the preceding Friday.

6.2 tersonal Holidctvs: Regular, probationary, provisional and term-limited temporary

employees shall receive two (2) additional personal holidays to be administered through the vacation

plan. One (1) day shall be accrued on the pay period that includes the first of October and one (1) day

shall be accrued on the pay period that includes the first of November of each year. These days may

be used in the same manner as any vacation day eamed.

6.3 Part-lime Scheduled Emplovees: Regular, probationary, provisional and term-limited

temporary employees who work a part-time schedule receive paid holidays prorated based on their

work schedule consistent with Sections 6.1 and 6.2.

LVashington State Council of County
F acil it i es M anagem ent D iv ís i on
January 1,2015 through December 31, 2016
272C01 I s
Page 7
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6.4 Holídav Compensatíon:

A. Full-time employees who are eligible for holiday pay shall receive time and one-

half (1-1/2) their regular rate of pay for all hours worked on a holiday listed in Section 6.1.4. above'

This holiday compensation for hours actually worked on a holiday shall be in addition to the eight (8)

straight time hours of holiday pay. Employees who do not work the holiday shall either receive an

additional day's pay at their regular, straight-time hourly rate or shall at their option receive a

substitute holiday, use of which must be scheduled five (5) days in advance. Substitute holidays not

taken off within one (1) year of the holiday shall be compensated for in cash.

B. Part-time employees who are eligible for holiday pay and are assigned to work on a

holiday shall be paid holiday compensati on (1-1/2 the regular rate of pay) for the actual hours worked.

In addition to the holiday compensation for actual hours worked, the employees shall receive holiday

pay for holidays which fall on regularly scheduled working days and the holiday pay shall be pro-

rated based on the employees regularly scheduled working hours. Employees will not be

compensated for holidays falling on days which they are not regularly scheduled to work.

6.5 Hotidav Støffíns: The County may use reduced staffing on holidays consistent with

weekend staffing requirements. Vblunteers will be sought first for holiday staffrng by rotating

through the list of employees by classification and seniority. If there are insufficient volunteers,

employees will be selected by the County using a rotation process. Employees may exchange

assigned holidays so long as the County incurs no additional costs. Employees proposing the

exchange must notifu their supervisor in writing not less than fourteen (14) days in advance of the

holiday. Any exchange of holiday assignments will obligate both employees to work those days

which they have exchanþed.

Washington State Council of County
F acil iti es M anagement D iv i sion
January 1,2015 through December 31,2016
272C01 r 5
Page B
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ARTICLE 7: VACATIONS

7,1 VacatÍon Leave Accruøl Schedule;

A. Effective upon implementation of this agreement, regular, probationary,

provisional and term-limited temporary employees shall accrue.vacation leavo benefits as described in

the following table:

Full Years of Service

I2Upon hire through end of,Year 5

15Upon beginning of Year 6

t6Upon beginning of Year 9

20Upon beginning of Year 1l

2TUpon beginning of Year T7

22Upon beginning of Year 18

23Upon beginning of Year t9

24Upon beginning of Year 20

25Upon beginning of Year 21

26Upon beginning of Year 22

27Upon beginning of Year 23

28Upon beginning of Year 24

29Upon beginning of Year 25

30
Upon beginning of Year
and beyond

26

7,2 Pørt-tíme Emplovees: Regular, probationary, provisional and term-limited temporary

employees who work a part-time schedule shall accrue vacation leave in accordance with the leave

schedule set forth in Section 7.1; provided, however, such accrual rates shall be prorated to reflect

his/her normally scheduled workweek.

llashington State Council of County and City Employees, Council 2,

F acil it i es Managem ent D iv i s i on
Januaty I, 2015 through December 31,2016
272C0 I I 5
Page 9
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7,3 Vacatíon Accrual: Employees eligible for vacation leave shall accrue vacation leave

from their date of hire. Employees may aocrue vacation leave each pay-period which may not be used

until earned

7.4 Vacatìon Elísìbìlítv: Employees eligible for vacation leave shall not be eligible to take or

be paid for vacation leave until they have successfully completed their first six (6) months of County

service in a paid leave eligible position. If they leave County employment prior to successfully

completing their first six (6) months of County service, they shall forfeit and not be paid for accrued

vacation leave.

7.5 Vøcøtíon Pøyout: Employees eligible for vacation leave shall be paid for accrued

vacation leave to their date of separation up to the maximum accrual amount if they have successfully

completed their first six (6) months of County service in a paid leave eligible position. Payment shall

be the accrued vacation leave multiplied by the employee's rate of pay in effect upon the date of

leaving County employment less mandatory withholdings. This vacation leave cash-out provision is

subject to the adoption of a Voluntary Employee Beneficiary Association (VEBA) by members of this

bargaining unit as provided in the King County Code.

7.6 Vacation Requests:

A. One vacation preference request will be granted for a single period of consecutive

work days off for vacation for a period beginning April I and ending the following March 3l' Such

request must be received by the County no later than March 1. The vacation preference request shall

be made on a FMD form. The vacation preference request shall be granted on the basis of seniority

within each classification provided that essential facility operations are properly staffed at all times.

Employees will be notified by April I in regard to approval or disapproval of their requests.

B. Vacation requests received after March I shall be considered and approved on the

basis of date of request. Employees shall be advised within thirty (30) days of the date of the request

as to approval or disapproval ofthe request.

7.7 Maxìmum Acquøl: Employees eligible for vacation leave may accrue up to sixty (60)

days vacation prorated to reflect their normally scheduled work-day, Employees eligible for'vacation

leave shall use vacation leave beyond the maximum accrual amount prior to or before the last day of

Washington State Council of County and City Employees, Council 2, Local
F aci lit íes Management D ív is ion
January I, 2015 through December 31,2016
272C01 r 5
Page 10
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the pay period that includes December 31 of each year. Failure to use vacation leave beyond the

maximum accrual amount will result in forfeiture of the vacation leave beyond the maximum amount

unless the manager/designee has approved a carryover of such vacation leave because of cyclical

workloads, work assignments or other reasons as may be in the best interests of the County.

7,8 Pavout on Separation due to Deøth: ln cases of separation from County employment by

death of an employee with accrued vacation leave and who has successfully completed his/her first

six (6) months of County service in a paid leave eligible position, payment of unused vacation leave

up to the maximum accrual amount shall be made to the employee's estate, or, in applicable cases, as

provided for by state law, RCW Title 11.

7.9 Vøcøtíon rute on Rèturn: If a regular employee eligible for vacation leave resigns from

County employment or is laid off and subsequently returns to County employment within two (2)

years from such resignation or layoff, as applicable, the employee's prior County service shall be

counted in determining the vacation leave accrual rate under Section 7.1.

7.10 Partíal Pavments: Vacation leave may be used in quarter (1/4) hour increments.

7.Ll Limíted use. on Probation: Employees who are in a probationary period as a result of

promotion shall be entitled to use vacation time accrued in their prior position while they are in a

probationary status in their new position subject to the approval of the manager/designee. This

provision does not limit the ability of employees to use accrued leave for a qualiffing event under the

Washington Family Care Act or as otherwise provided by law'

ARTICLE 8; SIÇK LEAVE

8,1 Sick Leøv.g: Regular, probationary, provisional and term-limited temporary employees will

accrue sick leave benefits at the rate of 0.04616 hours for each hour in pay status exclusive of overtime

up to a maximum of eight (8) hours per month. The employee is not entitled to sick leave if not

previously earned.

8.2 Vacatíon as øn ofSíck Le¿ve: During the first six (6) months of service in a paid

leave eligible position, eligible employees may, atthe manager/designee's discretion, use any accrued

days of vacation leave as an extension of sick leave. If an employee does not work a full six (6) months

in a paid leave eligible position, any vacation leave used for sick leave must be reimbursed to the
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County upon termination. This provision does not limit the ability of employees to use accrued leave

for a qualifying event under the V/ashington Family Care Act.

8.3 Partínl Dav lfuemenß: Sick leave may be used in one quarter (1/4) hour increments.

8.4 (lnlímìted Accrual: There will be no limit to the hours of sick leave benefits accrued by

paid leave eligible employee.

8.5 Restorøtion followine Seqarøt¡on: Separation from employment except by reason of

retirement, layoff for non-disciplinary medical reasons, will cancel all sick leave accrued to the paid

leave eligible employee as of the date of separation. Should a règular employee resign in good standing,

be laid off or separated for non-disciplinary medical reasons and return to County employment within

two (2) years, his/her accrued sick leave will be restored.

8.6 Pav upon Separation: A paid leave eligible employee who has successfully completed at

least five (5) years of County service and who retires as a result of length of service or who separates by

reason of death will be paid, or his/her estate as provided for by RCW Title 11, as applicable, an amount

equal to thirty-five percent (35%)of his/her unused, accumulated sick leave multiplied by the

employee's rate of pay in effect upon the date of leaving County employment, less mandatory

withholdings. This sick leave cash-out provision is subject to the adoption of a Voluntary Employee

Beneficiary Association (VEBA) by members of this bargaining unit as provided in the King County

Code.

8.7 Leave Wi(hout Pav for Heølth Rqøso,ns: An employee must use all of his/her sick leave

before taking unpaid leave for his/her own health reasons. If the injury is compensable under the

County's workers compensation program, then the employee has the option to augment or not

augment time loss payments with the use of his/her accrued sick leave.

8.8 Leøve lØilhout Pøv for Famílv Reason: For a leave for family reasons, the employee

will choose at the start of the leave whether the particular leave would be paid or unpaid (see Section

8.11); but, when an employee chooses to take paid leave for family reasons s/he may set aside a

reserve of up to eighty (80) hours of accrued sick leave.

8.9 IJse of Vøcatíon Leave øs Síck Leave: An employee who has exhausted all of his/her

sick leave may use accrued vacation leave before going on leave of absence without pay, if approved
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by his/her manager/designee.

8.10 Use of Sick Leave.' Accrued sick leave will be used for the following reasons:

A. The employee's bona fide illness; provided, that an employee who suffers an

occupational illness may not simultaneously collect sick leave and worker's compensation payments

in a total amount greater than the net regular pay of the employee;

B. The employee's incapacitating injury, provided that:

1. An employee injured on the job may not simultaneously collect sick leave

and worker's compensation payments in a total amount greater than the net regular pay of the

employee; though an employee who chooses not to augment his/her worker's compensation time loss

pay through the use of sick leave will be deemed on unpaid leave status;

2. Anemployee will augrnent workers compensation payments with the use of

accrued sick leave unless s/he notifies the workers compensation office in writing at the beginning of

the leave otherwise;

3. An employee may not collect sick leave and worker's compensation time

loss payments for physical incapacity due to any injury or occupational illness that is directly

traceable to employment other than with the County.

C. Exposure to contagious diseases and resulting quarantine.

D. A female employee's temporary disability caused by or contributed to by

pregnancy and childbirth.

E. The employee's medical, ocular or dental appointments, proviàed that the

employee's manager/designee has approved the scheduling of sick leave for such appointments.

F. To care for the employee's eligible child if the child has an illness or health

condition which requires treatment or supervision from the employee;

G. To care for other family members under the King County Family Medical Leave,

if:

1. The employee has been employed by the County for twelve (12) months or

more and has worked a minimum of one thousand and forly (1040) hours in the preceding twelve (12)

months,
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2. The family member is the employee's spouse or domestic partner, the

employee's child, a child of the employee's spouse or domestic partner, the parent of the employee,

employee's spouse or domestic partner or an individual who stands or stood in loco parentis to the

employee, the employee's spouse or domestic partner; and,

3. The reason for the leave is one of the following:

a. The birth of a son or daughter and care of the newbom child, or

placement with the employee of a son or daughter for adoption or foster care, if the leave is taken

within twelve (12) months of the birth, adoption or placement;

b. The care of the employee's child or child of the employee's spouse

or domestic partner whose illness or health condition requires treatment or supervision by the

employee; or

c. Care of a family member who suffers from a serious health

condition.

H. As otherwise required by law, including the V/ashington Family Care Act.

8.ll Ihnpaíd Leøve: An employee may take a total of up to eighteen (18) work weeks unpaid

leave for his or her own serious health condition, and for family reasons as provided in Sections

8.10.F and 8.10.G combined, within a twelve (12) month period. The leave may be continuous,

which is consecutive days or weeks, or intermittent, which is taken in whole or partial days as needed.

Intermittent leave is subject to the following conditions:

A. Birth or Adoption: 'When 
a leave is taken after the birth or placement of a child

for adoption or foster care, an employee may take leave intermittently or on a reduced leave schedule

only if authorized by the employee's manager/designee.

B. Reduced Schedules: An employee make take leave intermittently or on a reduced

schedule when medically necessary due to a serious health condition of the employee or family

member of the employee; and

C. Temporary Transfer: If an employee requests intermittent leave or leave on a

reduced leave schedule, under Section 8.11.8. above, that is foreseeable based on planned medical

treatment, the manager/designee may require the employee to transfer temporarily to an available
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alternative position for which the employee is qualified and that has equivalent pay and benefits and

that better accommodates recurring periods of leave than the regular position of the employee.

8.11.1 Concurrent Tíme: Use of donated leave will run concurrently with the eighteen (18)

workweek family medical leave entitlement.

8.11.2 Insurønce Premìums: The County will continue its contribution toward health care

during any unpaid leave taken under Section 8.1 l.

8.11,3 Return to l|/grkfrom Unpaíd Leave: An employee who returns from unpaid family

or medical leave within the time provided in this Article is entitled, subject to layoff provisions, to:

A. The same position s/he held when the leave commenced; or

B. A position with equivalent status, benefits, pay and other terms and conditions of

employment; and

C. The same seniority accrued before the date on which the leave commenced.

8.11.4 Failure to Ret\rn to llork: Failure to return to work by the expiration date of the

leave of absence may be cause for removal and result in termination of the employee from County

servlce.

8.12 Provider Certifiga,tjon: The manager/designee and employee is responsible for the

proper administration of the sick leave benefit. Verification from a licensed health care provider may

be reasonably required to substantiate the health condition of the employee or family member for

leave requests.

8.13 Defïnítíon of Chíld: For purposes of this Article, a child means a biological, adopted or

foster child, a step child, a legal ward or a child of an employee standing in loco parentis to the child,

who is: under eighteen (1 8) years of age; or is eighteen (1 8) years of age or older and incapable of

self care because of mental or physical disability.

8.14 Fømilv Leave: Employees may use available paid leave, including accrued vacation and

sick leave, to care for a family member in accordance with the V/ashington Family Care Act (RCV/

49.12.270).
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ARTICLE 9: GENERAL LEAVES

9.1 Donatíon of Leaves: Donation of vacation leave hours and donation of sick leave hours.

A. Vacation leave hours:

1. Approval Required: An employee eligible for paid leave may donate a

portion of his/her accrued vacation leave to another employee eligible for leave benefits. Such

donation will occur upon written request to and approval of the donating and receiving employee's

department director(s), except that requests for vacation donation made for the purposes of

supplementing the sick leave benefits of the receiving employee will not be denied unless approval

would result in a deparhnental hardship for the receiving department.

2. Limitations: The number of hours donated will not exceed the donor's

accrued vacation credit as of the date of the request. No donation of vacation hours will be permitted

where it would cause the employee receiving the transfer to exceed his/her maximum vacation

accrual.

3. Return of Unused Donations: Donated vacation leave hours must be used

within ninety (90) calendar days following the date of donation. Donated hours not used within

ninety (90) days or due to the death of the receiving employee will revert to the donor. Donated

vacation leave hours will be excluded from vacation leave payoff provisions contained in this Article.

For purposes of this Article, the first hours used by an employee will be accrued vacation leave hours.

B. Sick leave hours:

1. \ilritten Notice Required: An employee eligible for paid leave may

donate a portion of his/her accrued sick leave to another employee eligible for leave benefits upon

written notice to the donating and receiving employee's department director(s).

2. Minimum Leave Balance Required (Donor): No donation will be

permitted unless the donating employee's sick leave accrual balance immediately subsequent to the

donation is one hundred (100) hours or more. No employee may donate more than twenty-five (25)

hours ofhis/her accrued sick leave in a calendar year.

3. Return of Unused Donations: Donated sick leave hours must be used

within ninety (90) calendar days. Donated hours not used within ninety (90) days or due to the death

llashington Støte Council of County and City Employees,
F acilities Management Dívís ion
January 1,2015 through December 31,2016
272C01 I 5
Page 16

Council 2, Local 2084 -FM - Department of Executive Senices,



1

2

3

4

J

6

7

8

9

10

11

12

13

t4

15

16

t7

18

19

20

2t

22

23

24

25

26

27

28

18175

of the receiving employee will revert to the donor. Donated sick leave hours will be excluded from

the sick leave payoff provisions contained in this Agreement, and sick leave restoration provisions

contained in this Agreement. For purposes of this Article, the first hours used by an employee will be

accrued sick leave hours.

C. No Solicitation: All donations of vacation and sick leave made under this Article

are strictly voluntary. An employee is prohibited from soliciting, offering or receiving monetary or

any other compensation or benefits in exchange for donating vacation or sick leave hours.

D. Conversion Rate: All vacation and sick leave hours donated will be converted to

a dollar value based on the donor's straight time hourly rute atthe time of donation. Such dollar

value will then be divided by the receiving employee's howly rate to determine the actual number of

hours received. Unused donated vacation and sick leave will be reconverted based on the donor's

straight time hourly rute atthe time of reconversion. An employee eligible for paid leave benefits

may donate accrued vacation and/or sick leave in accordance with procedures set forth under Chapter

3.12.223 of the King County Code (K.C.C.).

9.2 Leøve - Orsøn Donors: The manager/designee shall allow all employees eligible for paid

leave benefits who are voluntarily participating as donors in life-giving or life-saving procedures such

as, but not limited to, bone marrow transplants, kidney transplants, or blood transfusions to take five

(5) days paid leave, which shall not be charged to sick or vacation leaves.

9.3 Bereavement l-eave:

A. Employees eligible for paid leave benefits shall be entitled to three (3) working

days of bereavement leave a year, due to death of members of their immediate family.

B. Employees eligible to accrue paid leave benefits who have exhausted their

bereavement leave, shall be entitled to use sick leave in the amount of three (3) days for each instance

when death occurs to a member of the employee's immediate family.

C. In cases of family care where no sick leave benefit exists, the employee may use

vacation leave, compensatory time or may be granted leave without pay.

D. In the application of any of the foregoing provisions, when a holiday or regular day

off falls within the prescribed period of absence, it shall not be charged against the employee's sick
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leave account nor bereavement leave credit

E. For the purposes of this Section, a member of the immediate family is as follows:

spouse, domestic partner, grandparent, parent, child, sibling, child-in-law, parent-in-law, grandchild

of the employee, employee's spouse or employee's domestic partner.

9.4 Leave - Examinøtíonts: Employees eligible for paid leave benefits shall be entitled to

necessary time off with pay for the purpose of participating in County quali$ing or promotional

examinations. This shall include time required to complete any required interviews.

9.5 Jurv Dutv:

A. Employees eligible for paid leave benefits who are ordered on a jury shall be

entitled to their regular County pay; provided, that fees for such jury duty are deposited, exclusive of

mileage, with the Finance and Business Operations Division (FBOD) of DES. Employees shall

report back to their supervisor on their next scheduled workday when dismissed from jury service.

9.6 School VTlunteer: Employees eligible for paid leave benefits shall be allowed the use of

up to three (3) days of sick leave each year to allow employees to perform volunteer services at the

school atte¡ded by the employee's child.

ARTICLE 10: HOURS OF WORK AND OVERTIME

l0.l Standard The standard workweek shall consist of forty (40) hours. The

normal workday shall be eight (S) hours. Scheduled days off shall be two (2) consecutive days.

Every effort will be made to accommodate an employee request for altemative work schedules.

County denial of alternative work schedules will be made on the basis of operational need and the

decision to deny the requested alternative schedule will be communicated to the Union.

10.1.1 Alternøtíve Standard Schedule: The altemate standard workweek schedule shall be a

four (4) day, ten (10) hour day with three (3) consecutive days off. The County maintains the right to

switch the work schedule to a five (5) day, eight (8) hour workweek during holiday weeks, as

recognized under Article 6.

10.2 Alternatíve Schedule: The parties agree that alternate work schedules may be utilized

that are mutually agreed upon in writing by the employee and the manager/designee.
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10.3 Overtime Pøvment:

A. Except as otherwise provided in this Article, employees shall be paid at an

overtime rate of time and one-half (1.5X) their regular rate of pay for all hours worked in excess of

forty (40) compensable hours per week.

B. Overtime work shall require prior approval of the employee's supervisor.

10.4 Compensatorv Tíme: An employee may request, and with approval of the

manager/designee, may receive time off in lieu of overtime pay. Such time to be on a time and one

half (1.5X) basis as provided under Section 10.3.

10.5 Call-Out: A minimum of four (4) hours at the overtime rate shall be paid for each call-

out. Where such overtime exceeds four (4) hours, the actual hours worked shall be compensated at

the overtime rates. A call-out shall be defined as that circumstance when an employee, having

completed the assigned shift and departed the premises, is requested by the County to return to work.

The time actually spent at the workplace shall be compensated for in accordance with this Article.

The provisions of this Section shall not apply to meeting and training sessions requiring a return to

work.

lA.6 Overtifte Assienment: The JLMC is authorized to modify overtime assignment

procedures as necessary. If the modification changes the following procedures, the parties will

execute a memorandum of agreement memorializing their agreement and its modification of this

Agreement.

A. Criteria

Overtime work will be assigned according to the following criteria in order of importance:

1. Availability: If an employee wants to be called for overtime wotk, he/she

must sign up on the overtime list for each classification.

2. Abilify to perform the task at hand: The Maintenance Supervisor will

decide which employees are qualified and possess the skills and abilities required to perform the

overtime work. The.time it may take for an employee to arrive at the job may also be considered.

3. Equalization of Overtime Hours: Every effort will be made to offer

overtime work equally among employees within their classifications who are registered for overtime
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work.

B. Registering for Overtirne Work

1. Custodians and Maintenance Constructors who want to work overtime work

must make their interest known in writing to the supervisor.

2. Anempìoyee must give his/her name and the telephone number(s) at which

he/she can be reached. It is thé employee's responsibility to assure that their personal contact

information is current,

3. An employee will be removed from the over time list when any of the

following occur:

3.1 An employee requests removal from the overtime list by notifuing

the supervisor in writing;

3.2 An employee's contact information does not work or it is out-of-

date; or

3.3 An employee refuses six overtime assignments in a three-month

period.

C. Overtime'Work Notification Procedure

1. The Maintenance Supervisor will decide when overtime work is required,

the appropriate employee classification required, and the skills and abilities necessary to perform the

work.

2. Custodians and Maintenance Constructors on the overtime list and qualified

to do the available work will be called in the following order:

2.1 The Maintenance Supervisor will call the Custodian or

Maintenance Constructor as appropriate, rotating through the list of employees by seniority.

2.2 The Maintenance Supervisor will continue calling available

employees in the required classification until he/she is able to contact an employee available to

perform the work. The Maintenance Supervisor may, at hislher discretion, leave messages and permit

responses within a designated time period for employees who do not answer their telephones when

called.
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2.3 Employees who are not registered on the overtime list may be

called if there is an insuffrcient number of registered employees available to perform the overtime

work. When such mandatory overtime work is required, the least senior employee in the required

classification will be assigned the work.

3. The Maintenance Supervisor will keep a record of employees called for

overtime work and their responses.

ARTICLE 1r: WORK-OUT-OF-CLASSIFICATION

11.1 All work out of the employee's regular classification shall be assigned in writing by the

manager/designee prior to the work being performed.

ll.2 Aregular employee may be assigned to work temporarily in another classification. Such

temporary assignments may include but are not limited to backfilling vacancies for employees on

long-term absences or for positions vacant during the pendency of a recruitment process.

11.3 The duration of such assignments shall not exceed six (6) consecutive calendar months;

provided that assignments involving backfilling for employees on long-term absences and medical

leaves will continue for the duration of the absent employee's leave. Additionally, the County and the

Union may mutually agree to extensions of the time limit for other out-of-class assignments.

ll.4 Recruitment:

ll.4.l The County will circulate among all regular employees a description of the nature of

the assignment, the duration of the assignment, the applicable hourly wage rate, work schedule, and

desirable qualif,rcations. Interested employees will be invited to apply.

11,4.2 The nature of the application, and the selection process will be determined by the

County.

11.4,3 The director/designee will make the final decision.

11.5 Compensqtion: Regular employees who work an out of classification shall be

compensated as follows.

11.5.1 Employees who work an out of classification assignment outside of their normal

classification where the pay range is greater than their current classification will receive a five percent

(5%) increase or Step 1 of the new classification, whichever is greater, not to exceed the top step.
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11.5.2 Employees who work an out of classification assignment outside of their normal

classification where the pay range is less than their current classification will receive their normal rate

of pay for the duration of the assignment.

11.6 Seniorítv: Regular employees who work out of classification shall continue to accrue

seniority within their regular classification.

AR.TICLE 12: REDUCTION IN FORCE

l2.l Lavoff: Regular employees selected for layoff as a result of efficiencies, lack of funds

and/or a lack of work shall be laid off according to seniority in their classification.

12.2 Seniorítv Tùe-Breaker: In the event there are two or more regular employees with the

same classification seniority, the layoff shall be based upon total employment seniority accrued with

FMD including seniority accrued with the former DYS. If the employment seniority is tied, then the

County will decide.

12.3 An employee subject to layoff may bump the least senior person in a lower classification

within the YSC unit in which s/he has held regular status if qualified to perform the available work.

12.4 Re-cøt! Rishtp; Regular employees laid off shall have recall rights to any vacant

position within their classification for up to two (2) years from the date of layoff. In such cases, the

seniority status accrued at the time of layoff shall be reinstated when the employee returns to regular

employment within the bargaining unit.

12.5 Cash Out Upon Lavoff: Regular employees shall be paid in cash upon layoff from

County employment for any vacation accrued or may elect to retain their accrued vacation for one (1)

year to be restored to the emt'loyee when recalled to work. If the employee is not recalled within one

(1) year, a cash payment shall be made for the accrued amount.

ARTICLE 13: DISPUTE RESOLUTION PROCEDURES

13,! Purpose: King County recognizes the importance and desirability of settling grievances

promptly and fairly in the interest of continued good employee relations and morale. The following

process is outlined to accomplish this. Every effort will be made to settle grievances at the first level

of supervision.

13.2 Emplovees flnlmpeded: Employees will be unimpeded and free from restraint,

Washington State Council of County and Ciï, Employees,
F aciliti es Man ogement D iv is ion
Jønuary 1, 2015 through December 31, 2016
272C0r I 5
Page 22

Council 2, Local 2084-FM - Departmenl of Executive Services,



I

2

3

4

5

6

7

I
9

10

11

12

13

t4

15

16

t7

18

L9

20

2t

,,,

23

24

25

26

27

28

18175

interference, coercion, discrimination or reprisal in seeking adjudication of their gfievances.

13.3 Definitions:

A. Grievance - An issue raised by an employee or hisiher Union representative

relating to the interpretation of the employee's rights, benefits or conditions of employment as

contained in this Agreement

B. Institutional Grievance - An issue raised by the Union or the County related to

interpretation or application of thi s contract.

13,4 Procedure:

A. Step 1. A grievance shall be presented by the affected employee and his/her Union

representative, if the employee wishes, to the employee's immediate supervisor within twenty-one

(21) calendar days of the event which gives rise to the grievance. The immediate supervisor shall

work with the employee and the Union representative to investigate and resolve the grievance and

respond in writing within twenty'one (21) calendar days after the employee contact. Any grievance

not presented in writing to the next level of this procedure, within the time limits contained in this

procedure, shall be presumed resolved. A record of the grievance and its resolution shall be kept on a

form mutually acceptable to the County and the Union.

B. Step 2. If agrievance cannot be resolved at Step 1, the matter may be refened to

the Division Director for resolution. To be considered timely, this referral must occur within twenty-

one (21) days of the response at Step 1. The referral shall be in writing from the Union and shall

describe the specific event(s) giving rise to the grievance, the section(s) of the Agreement allegedly

violated, and the remedy sought.

1. The Division Director or his/her designee, the employee, and the Union

representative will work to resolve the grievance within thirty (30) days of its referral to Step 2.

During this process, mediation may be used with the agreement of the Division Director and the

Union representative. If mediation is agreed to, a mediator will be selected from a mutually agreeable

source.

2. If the Union representative, the employee, and the Division Director are

unable to reach agreement resolving the grievance, the decision of the Division Director shall be
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presented to the employee and the Union in writing within thirty-five (35) calendar days of the

referral to Step 2.

C. Step 3. If a grievance cannot be resolved at Step 2,thematter may be referred to

the Director of Labor Relations/designee for resolution. To be considered timely, this referral must

occur within twenty-one (21) days of the response at Step 2. Thç referral shall be in writing from the

Union and shall describe the specific event(s) giving rise to the grievance, the section(s) of the

Agreement allegedly violated, and the remedy sought.

1. The Director or his/her designee, the employee, and the Union

representative will work to resolve the grievance within thirty (30) days of its referral to Step 3.

During this process, mediation may be used with the agreement of the Director/designee and the

Union representative. If mediation is agreed to, a mediator will be selected from a mutually agreeable

source

2. If the Union representative, the employee, and the Director/designee are

unable to reach agreement resolving the grievance, the decision of the Director shall be presented to

the employee and the Union in writing within thirty-five (35) calendar days of the referral to Step 3.

D. Step 4. Any grievance not resolved at Step 3 may be submitted to arbitration. Any

such submittal must occur within twenty-one (21) days of the Director of Labor Relations'/designee's

Step 3 decision and must specifr the exact question to be arbitrated or the grievance shall be

presumed resolved. The Director of Labor Relations/designee will continue to be the Union's contact

if arbitration is requested.

13,5 Arbitrøtíon Procedure.' Should arbitration be necessary either after an attempt to

mediate the grievance or directly after Step 3, the parties shall select a third disinterested party to

serve as arbitrator. In the event that the parties are unable to agree upon an arbitrator, then the

arbitrator shall be selected from a panel of seven arbitrators furnished by the American Arbitration

Association (AAA) or the Federal Mediation and Conciliation Service (FMCS), whichever source is

mutually acceptable. The arbitrator will be selected from the list by both the County representative

and the Union, each alternately striking a name from the list until only one name Íemains. The party

to strike first will be determined by a coin toss. The arbitrator shall be asked to render a decision

llashÍngton State Council of County and City Employees, Council 2, Local 2084-FM - Department
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promptly and the decision of the arbitrator shall be final and binding on both parties.

A. No matter may be arbitrated which the County, by law, has no authority over, has

no authority to change, or has been delegated to any civil service commission or personnel board, as

defined in RCW 41.56.

B. The arbitrator shall have no power to change, alter, detract from or add to the

provisions of this Agreement, but shall have the power only to apply and interpret the provisions of

this Agreement in reaching a decision.

C. The arbitrator's fee and expenses and any court reporter's fee and expenses shall

be borne equally by both parties. Each party shall bear the full cost of its representation, including

attorneys, regardless of the outcome of the arbitration.

L3,6 Alternative Dßpule Resolution Procedurgp:

A. Unfair Labor Practice (ULP). The parties agree that thirty (30) days prior to frling

a ULP complaint with Public Employment Relations Commission (PERC), the complaining party

will notifu the other party, in writing, meet, and make a good faith attempt to resolve the concerns

unless the deadline for filing with PERC would otherwise pass or the complaining party is seeking a

temporary restraining order as relief for the alleged ULP.

B. Grievance. After a grievance is initially filed, the following Altemative Dispute

Resolution (ADR) process may be followed, with mutual consent of the Union and FMD. This

process will not exceed ten (10) days:

1. A meeting will be aranged by the Union Representative, FMD management

representative and HRD representative (or their designees) to attempt to resolve the matter.

2. a. The meeting will include a mediator(s) and the affected parties.

b. The parties may mutually agree to other participants such as Union

and management representatives or subject matter experts.

matter. 
3. The parties will meet at mutually agreeable times to attempt to resolve the

4. If the matter is resolved, the grievance will be withdrawn.

5. If the matter is not resolved, the grievance will continue through the

Iloshington State Council of County and City Employees, Council 2,
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grievance process.

6. The moving party can initiate the next step in the grievance process at the

appropriate times, irrespective of this process.

7. Offers to settle and aspects of settlement discussions will not be used as

evidence or referred to ifthe grievance is not resolved by this process.

C. This Section does not supersede or preclude any use of grievance mediation later in

the grievance process.

13.7 Institutional Dísputes: After informal attempts to resolve institutional disputes, if

either the Union or management wishes to raise a dispute as to the application of this agreement, an

institutional grievance may be filed with the other party.

A. After the institutional grievance is frled, the parties will meet to attempt to resolve

the matter within the next sixty (60) days. Grievance mediation can be used if both parties agree.

Mediation services witl be requested from a mutually acceptable source. If the matter is not settled

within these 60 days, the grieving party may invoke arbitration. The employer's final pre-arbitration

response or formal invocation of arbitration must be concurred in by the Office of Labor Relations,

which will be the Union's contact for the employer thereafter in this process.

B. If arbitration is invoked, the arbitration procedures set forth in Section 13.5 shall

apply.

13.8 Exclusive Process: The right to process and settle grievances arising out of any

provision of this Agreement is wholly, to the exclusion of any other means available, dependent upon

the provisions of this Article. The Union and the County agree to act promptly and fairly in all

grievances.

13,9 Probationarv Emplovees: All newly hired and promoted regular employees must serve

a probationary period as defined in the Personnel Guidelines. As those Guidelines specifr that the

probationary period is an extension of the hiring process, the provisions of this Article will not apply

to employees if they are discharged during their initial probationary period or are demoted during the

promotional probationary period for not meeting the requirements of the classification. Grievances

brought by probationary employees involving issues other than discharge or demotion may be

Washington Støte Council of County and City Employees, Council 2, Locql 2084-FM -
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processed in accordance with this Article.

13,10 Temporarv Emplovee Right to Grieve: Seasonal, temporary, and term-limited

temporary employees are employed at will and shall have no right to grieve discipline and discharge.

Grievances brought by seasonal, temporary, and term-limited temporary employees involving issues

other than discipiine and discharge may be processed in accordance with this Article

13.11 Tíme Limíß: The time limits set forth in this Article may be extended upon written

consent of both parties. Unless a written extension has been granted, failure of the grievant to pursue

the grievánce to the appropriate step within the time limits set forth herein shall constitute a waiver of

the grievant's right to pursue the grievance to the next step. Failure of the County to respond to the

grievant within the time limits set forth herein shall automatically move the grievance to the next step

with notice provided to the management person at the next applicable step by the Union.

13.12 Step for Fìline: A grievance may be filed at any step that is mutually agreed upon in

writing by the County and the Union.

13.13 Waíver of Steps.' The Union and County may agree in writing to waive any of the

above steps.

ARTICLE 14: NON-DISCRIMINATION

The County or the Union shall not unlawfully discriminate against any employee with respect

to compensation, terms, conditions or privileges of employment because of race, color, creed,

religion, national origin, age, sex, sexual orientation, marital status, physical, mental or sensory

disability. Employees may process a grievance dealing with unlawful discrimination to Step 3 of the

grievance procedure as described in Article 13. The parties may mutually agree to proceed to the

alternative dispute resolution procedures as described in Article 13. Failing to reach a settlement,

employees may take the issues under this Article to the appropriate agency for adjudication.-

ARTICLE 15: IWORK SCHEDULE

15.1 All newly established regular work schedules (days of work), shifts (hours of worþ, and

vacant positions in the work unit will be posted for at least fourteen (14) consecutive days.

Employees within the specific classification will have the opportunity to bid by seniority order for the

work schedule, shift, or vacancy. Absent adequate interest, the County may assign employees within

lllashington State Council of County and City Employees, Council 2, Local
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the classification in the affected work unit to the remaining work schedules, shifts or vacancies by

using inverse order of seniority.

15.2 The manager/designee may temporarily change an employee's work scheáule and/or

shift for planned projects. In the event the employee declines the changed schedule, the least senior

employee in the classification will work the changed schedule. Such change will normally require at

least two (2) weeks notice to the employee.

15.3 The County may temporarily adjust an employee's work schedule and/or shift to

accommodate unplanned projects, emergency repairs, or temporary changes in the hours of operation

of the YSC and its tenants. Such temporary adjustments shall not exceed four ({) consecutive weeks

duration. The County will, when possible, provide at least forty-eight (48) hours advance notice to an

employee(s) before implementing a temporary schedule or shift time adjustment. If the notice to the

employee(s) is less than forty-eight (48) hours, the fìrst adjusted shift will be paid at the overtime rate

of pay. The County will first ask for a qualified volunteer(s). If there is an insufficient number of

volunteers, the County will assign an employee(s) by inverse order of seniority.

ARTICLE 1I: WORI( STOPPAGES AND EMPLOYER PROTECTION

16.1 No Work Stoppases: The County and the Union agree that the public interest requires

efficient and unintemrpted performance of County services and to this end pledge their best efforts to

avoid or eliminate any conduct contrary to this objective. Specifically, the Union shall not cause or

condone any work stoppage, including any strike, slowdown, or refusal to perform any customarily

assigned duties, sick leave absence which is not bona fide, or other interference with County

functions by employees under this Agreement and, should same occur, the Union agrees to take

appropriate steps to end such interference. Any concerfed action by employees shall be deemed a

work stoppage if any of the above activities have occurred.

16.2 Ihníon's Responsíbilities: Upon notification in writing by the County to the Union that

any of its members are engaged in work stoppage, the Union shall immediately, in writing, order such

members to imrnediately cease engaging in such work stoppage and provide the County with a copy

of such order. In addition, if requested by the County, a responsible official of the Union shall

publicly order such employees to cease engaging in such a work stoppage.
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16.3 Discíplinørv Action: Any employee who commits any act prohibited in this Article will

be subject to the following action or penalties:

A. Discharge.

B. Suspension or other disciplinary action as may be applicable to such employee.

ARTICLE 17: TEMÎORARY EMPLOYEES

17.1 The starting times, work schedules and work location for temporary employees shall be

determined by the manager/designee.

17,2 Temporary employees shall not accrue seniority. However, provided there is no break in

service, temporary employees who are subsequently hired as regular employees shall be able to apply

fifty percent (50%) of straight.time hours worked in temporary positions toward the probationary

period required of all new regular employees. Credit for hours worked shall be rounded to the nearest

half month.

17.3 Temporary employees, except term-limited temporary, shall not be eligible to receive

insured benefits or paid leave except if they meet the criteria provided under KCC 3.12.040(C).

!7.4 Overtíme: Temporary employees shall be compensated at one and one-half (l-ll2)

times the regular hourly rate of pay for all hours worked in excess of forty (40) hours in a workweek.

The workweek is defined as Sunday through Saturday.

ARTICLE 18: TIME. SPACE AND PROPERTY

18.! Work Time: Work time shall not be used for Union business, except as authorized by

the manager/designee for those Union officers necessary for the processing of grievances or handling

representational responsibilities.

18,2 Leave Of Absgnce: An employee elected or appointed to office in the Union which

requires apartor all of his/her time may be given leave of absence without pay upon application and

approval of the manager/designee,

18.3 Facitities: FMD space and facilities may be used by the Union for the purpose of

hotding meetings subject to the established policies governing the use of facilities.

18.4 Msteríal: FMD supplies and equipment shall noibe used in performing any function

related to the activities of the Union.
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18.5 The Union may post on County bulletin boards official Union material providing there is

sufficient space beyond what is required by the County for'onormal" operations.

18.6 The Union may use email for jointly communicating information which the County has

an interest such as: general meeting announcements and scheduling, labor/management committee

communiqués (agendas, minutes, announcements and scheduling), and other like information.

ARTICLE 19: MEDICAL. DENTAL AND LIFE PLAN

The County will provide medical, dental, life, disability, and vision benefits for regular,

probationary, provisional and term-limited temporary employees and their eligible dependents as

determined by the Labor-Management Insurance Committee or its successor.

ARTICLE 20: SAVINGS CLAUSE

Should any part hereof or any provision in this Agreement be rendered or declared invalid by

reason ofany existing or subsequently enacted legislation or by any decree ofa court ofcompetent

jurisdiction, such invalidation of such part or portion of this Agreement shall not invalidate the

remaining portions hereof; provided, however, upon such invalidation the parties agree to meet within

thirty (30) calendar days and negotiate such parts or provisions affected. The remaining parts or

provisions of this Agreement shall remain in full force and effect.

ARTICLE 21: WAGE RATES

2l,l Pav Ranses: Pay ranges for each classification is set forth in Addendum A.

21.2 Step Increases:

A. Upon successful completion of a six (6) month probationary period, an employee

shall be advanced to the next step. If the probationary period is for one (1) year, the employee shall

be advanced to the next step upon satisfactory completion of the first six (6) months of employment.

B. Annual step increases will be given after the first increase described in Section

2L2.A, if the employee's work performance and work habits are satisfactory, and until such time that

the employee has reached Step 10. An increase beyond Step 2 is permissive and may be given at the

discretion of the mànager/designee.

21.3 COLA:

A. Effective January I,2015 the wage rates will be increased by a two percent (ZYo)
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cost of living adjustment above the rates in effect in20l4.

B. Effective January 1,2016 the wage rates will be increased by a two and one-quarter

percent (2.25%) cost of living adjustment above the wage rates in effect in 2015.

21.4 Total Compensation Agreement.

Upon full ratification of the Memorandum of Agreement titled: Addressing "Total

Compensation" Coalition Bargainin g;2015-2016 Budget; And Cost-oÊLiving Wage Adjustments For

King County Coalition of Labor Unions Bargaining Unit Members 2015-2016 ("Agreement") by King

County, the full terms and conditions of the Agreement are agreed to and incorporated into this Collective

Bargaining Agreement, attached hereto as Addendum B.

21.5 Bìweeklv Pøvroll: The parties agree the County has the right to implement a common

biweekly payroll system that will standardize pay practices and Fair Labor Standa¡d Act work weeks.

The parties agree that applicable provisions of the collective bargaining agreement may be re-opened

at any time during the life of this agreement by the County for the purpose of negotiating these

standardized pay practices, to the extent required by law.

21.6 Lead Worker: An employee designated in writing by the Division Director/designee as

"lead worker" shall receive a seven percent (7%) premium in addition to the base wage for all time

assigned. It is understood by the parties that the County may re-open this article for the purpose of

negotiating implementation of a "lead worker" classification.

21.7 Custodían-Floor Care: An employee assigned in writing by the Division

Director/designee to exclusively perform floorcare shall receive a seven percent (7%) premium in

addition to the base wage for all time so assigned.

21,8 On-Call.: All employees required to carry notification devices (pagers or "beepers")

during their normally scheduled time off shall be compensated atthe hourly rate of $0.75 (seventy-

five cents) for all time spent while so assigned. This section becomes effective prospectively after

implementation of the agreement and the implementation of a division-wide protocol. 
,

21,.9 Licenses, and Certíficøtíons: Employees who are required to have hazardous materials

handling, commercial drivers, boiler operator, pesticide, refrigeration, or other licenses, certificates,

or special endorsements, except standard driver's licenses, to perform their jobs, will be reimbursed

l|/ashington State Council of County and City Employees, Council 2, Local 2084-FM - Department of Executive Semices,
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for the cost of maintaining these licenses or certifications.

ARTICLE 22: SAFETY

22.1 Commítment to Søfetv: The County shall provide and maintain a safe and healthful

worþlace and comply with all state and federal laws, rules, and regulations pertaining to worþlace

safety and health.

222 Workers'Responsíbílítv: Employees shatl follow the safety and health rules, wear

and/or use all required gear and equipment provided by the County, and participate in County-

provided safety training.

223 Equípment: No employee shall be required to use equipment which is not in a safe

condition. In the event an employee discovers or identifies unsafe equipment, s/he will immediately

notiff the immediate supervisor in writing. Said equipment shall be repaired or replaced if the

County determines the equipment to be unsafe. At such time as the County determines the equipment

to be safe, the employee will be advised.

22.4 Renortíns on Safetv flazørds: It is the responsibility of all employees to report safety

hazards on a timely basis. "Record of HazardObserved" forms will be available to all employees in a

conspicuous area. When a safety hazardis observed, the employee shall document the hazard on a

"Record of HazardObserved" form, and tum the form in to his/her immediate supervisor for

investigation and correction.

22.5 Remedvíns Safetv Høzards: Once notice of ahazndhas been received by the

supervisor, s/he will investigate the situation and make correction within three (3) working days or as

soon as practicable. In the event more than three (3) working days are needed, upon the Union's

request, the supervisor will provide a written explanation to the reporting employee and the shop

steward as to the reasons for the delay and the anticipated date of correction.

22.6 Safetv Commíttee: A Safety Committee, consisting of an equal number of employer-

selected and employee-elected members, shall meet at least bimonthly. The Safety Committee shall

have the following responsibilities:

A. Review the safety and health inspection reports to assist in conection of identifted

unsafe conditions or practices.
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B. Evaluate accident investigations conducted since the last meeting to determine if

the cause of the unsafe acts or condition involved was properly identified and conected.

C. Evaluate the accident and illness prevention program and make recommendations

for improvement where indicated.

D. Evaluate and recommend training and equipment needs.

Minutes of all Safety Committee meetings shall be posted on the Safety Bulletin Boards and

filed in accordance with WISHA regulations, Safety Committee members shall be in pay status for

time spent in meetings.

223 Refusal to Work Under (Insøfe Condítíons: Employees may refuse to work in

situations where there is reasonable cause to believe that doing so would present an imminent danger

in which death or serious injury could happen immediately.

22.8 llorkers' Rìsht,to Know: Material Safety Data Sheets (MSDS) will be available for

reference and review in a conspicuous area accessible to all affected employees.

22.9 Safetv Inspections: Where feasible, a shop steward will accompany Safety Inspectors

on worksite inspections and participate in opening/closing conferences without loss of pay and

benefits.

22,10 Safetv Bulletín Board: There shall be.a safety bulletin board in every building where

there are at least eight (S) bargaining unit members. The bulletin boards will be sufficient in size to

display required posters, accident statistics, Safety Committee meeting minutes, and safety

educational materials.

22,11 No Díscrimiryøtion: No employee will be disciplined, discriminated against, or

otherwise suffer retaliation for filing a safety complaint or grievance, reporting ahazard,or acting as

a witness in a safety investigation.

22,12 Per{onal Protective Eauípment: In situations where the law requires that the

employer provide personal protective equipment, including clothing and boots, the County will

provide that equipment at County expense.
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ARTICLE 23: DURATION

This Agreement shall become effective upon full and final ratification and approval by all

formal requisite means by the Metropolitan King County Council and the King County Executive and

shall be in effect January 7,2075 through December 37,2016.

.tf,
ô*APPROVED this U day 2015.

By

King County Executive

UNION

Mary F. Louis, Representative
Washington State Council of County and City Employees, AFSCME, AFL-CIO
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cbaCode: 272 Union Gode: N2

Addendum A
Washington State Council of County and Gity Employees, Gouncil 2, Local 2084-FM

Department of Executive Seruices, Facilities Management Division

Range
*

Glassification Title

Job
Class
Code

PeopleSoft
Job

Code

30Custodian9101 100 912102

45815102 Facilities Maintenance Constructor81 051 00

* Employees hourly rate will be that rate represented on the
King County Squared Hburly Rate Table,

272W01 15.xlsx



ADDENDIJMUs

MEMORANDUM OF AGREEMENT
BY AND BET\ryEEN

KING COUNTY AND
THE TI¡IDERSIGNED UNIONS

ADDRESSING ..TOTAI COMPENSATION', COALITION BARGAINING ; 2O15-2016

BUDGET; AND COST-OI'-LIVING WÄGE ADJUSTMENTS FOR KING COI]NTY
COÀIITION OT'LABOR TINIONS BARGAINING UNIT MEMBERS 2015-2016

fntuoduction:

King County and the C-oalition of King County Labor Unions have a longstanding history of
working collaboratively to address the many serious challenges faced by King County over the

past two decades,

The partnership between lüng County and the Coalition of King County Labor Unions has

resulted in several Agrcements over the years intended to preserve the high quality and diversity
of services offered to the public, to preserve positions held by the county's high quality

employees, to slandardize pay ranges and practices in King County and to reorganize county
functions to bring greater efficiencies to King County govemment.

Agreements between King County and the Coalition of I(ing County Labor Unions have

included agreements allowing unpaid fui{oughs, agteernents supporting aLeanprocess and

implementation of T,ean proposals, agreemehts standardizing ceftain classification and

oornpensation proçessos, agreemenls that make effïcient use of county resources by bargaining
many labor issues in countywide coalitions, agroements establishing effective use of Labor
Management Committees acloss King County to facilitate ûequent and transparent information
shaling and discussion and agreements such as the zero ("0") cost-oÊlíving adjustment (COLA)
Agreernent intended to address the county's budget crisis at the height of the,great recession.

The parties have also wor{<ed together in Olympia and elsewhere in attempting to secure

additional funding options for King County services. The parties continue to engage in solution-

based discussions aimed at addressing funding shortages for various public services.

The parties have an interest in continuing their longstanding history of wolking collaboratively
to meet the sedous challenges facing King County and its employees, and have bargained in
good faithto address the interests of the parties as they relate to economic issues. The County
continues to face serious fiscal challenges due to a longstanding structural imbalance between

non-disq'etionary exþelditure growth rates and revenue growth rates restricted by state law; and

in20l5-2}I6 expects to eliminate hundreds of positions due to the loss of state and federal funds

and to bldget cuts to several depar,tments. This Agreement meets the interests of ths parties and

advances the goals of the King County Strategic Plan by demonshating'osound finanoial
managemenf' as well as by recognizing lüng County employees, the county's "most valued

l'esouroe," in working with Ifing County to meet the challenges that will be presented during the

tera-n of this Agreement

Total Contpensotion - Coalitíon of Unions
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Agreement:

NOW THEREFORE, thc undersigned Union and King County agree as follows.

January lr20l5 Cost-of-Living Adjustment contract rollovers and re:op€r€rs

1, Effuctive January l,z}lï,employees covered by this Agreernent and employed in
2015 will receive a2V¡ Cost-of-Living Wage Adjustmen!;

2. All other compensation elements ('wages, premiums, incentives, and other monetary

payments; and all forms of leave and benefits") of cunent collective bargaining agreements

(CBAs) are "rolled ovet"' and neither inereased nor: decroased through 201'6;plovided, however,

that whele the County and a union were already in the process of collective bargainirtg with
respect to oertain elements of "Total Compensation" prior to June 27,2014, there may be

increases or decreases in certain elements of "Total Compensation" in those oollective

balgaining agleements, Additionally, the Coalition "Administrative Support" Memotanilum of
Agreement (attached as Addendum A) is also effective20l5-2016 and expires January 31,2016;

3. All compensation elements of CBAs shall be opened on January tr,2015, or later, as

requested by the County, for the pulpose of bargaining in union coalition a "Total
Compensation" agreement that will be effective January I,20t7 ol later, as agreed to by the

parties. "Total Compensation" elements are w¿ges, premiums, incentives, and other monetat:y

payments; and all forms of leave and benefits. The parties agree to bargain, to the extent

required by law, the effects of any newly created job classificátions and other organizational
changes. Discussion during re-openet will inelude these o'Total Compensation" elements as well
as county initiatives that include but are not limited to "Employer of the Futule" and

"Standards." It is noted that the Joint Labor Management Insurance Gommittee (JLMIC)

Agreement coveling benefits (part of "Total Compensation") is already opened in 2016 and

noÍhing in this Agreement is intendçd to change the terms of that Agreernent.

January 112016 Cost-of-Living Àdjustment contract rollovers and re-openers

1. Effective January 1,2A16, employees covered by this Agreement and employed in
2016 willreceive a 2.25% Cost-oÊtiving'Wage Adjustmenl;

2. Consistent wîth#Z for 2015 above, all compensation elements of CBA "rolled over"
and neithel incleased nor decreased through 2076;provided, however, that where the County and

a union were already in the process of collective bar,gaining with respect to certain elements of
'¿Total Compensation" prior to June 27,2}L4,there may be increases or deereases in certain
elements of "Total Compensation" in those collective bargaining agreements. Additionally, the

Coalition"Administrative Support" Memorandurn of Agreement (attached as Addendum A) is
also effective2015-7016 and expires Jarnrary 31,20161,

3. Re-openers consistent with #3 for 2015 above

Lump Sum Coalition Participation Premium Payment

On or before Decerirber 31,2014, a flat lump sum Coalition Participation Premium payment of
$500,00 per empioyee will be paid to bargaining unit members who are employed by King
County on June 27,2014, and whose bargaining units ratif, this agreement on or before

Tolal Contpensation - Coalition of Unions
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August 15,2\ru, This payment is in consideration of the agreement by participating unions to

bargain economio issues with King County as a coalitionrather than as individual bargaining
units, resulting in prooess effroiencies and savings in administrative costs for King County.
Additionally, this payment is in consideration for the agreement by participating unions to open
all compensation e.lernents of CRAs on January 1, 2015 or latet, at the request of King County,
for the purpose of bargaining a "Total Compensation" agreement in coalition. "Total
Compensation" elements are defined eallier in this Memorandum of Agreement.

Changes to l(ing County Family and Medical Leave

The parties agnee to a change in practice that will run King County Family Medical Leave
(KCFML) and FamílyMedical Leave Act (FMLA) concur"rently,rcthet than consecutively. This
change is contingent upon the necessary King County Code changeþolicy being adopted by tho
Ifing County Council and then implemented for non-represented King County employees. This
agreement does not prohibit the use of I(CFML intermittent leave after 12 weeks, The ageed
upon ohange will not be implemented for represented ernployees before July 1, 2015. The
parties agree to work together to identify the King County Code language changes necessary to
implemeni this change. As with all decision making in I(ing County, the Equity and Social
Justioe Ordinanoe (#16948) will be applied,

It is further agreed'that:

1. The COLA increases and lurnp sum payments outlined in this Agreement establish no
prccedent with respect to future payments to King County employees;

2, Theparties acknowledge that all parties have fulfilled their obligations to engage in
collective bargaining over the subjects contained in this Agreement;

3. The parties acknowledge that this Agleement is subjeot to approval by the King
County Council and ratification by the membership of the aforementioned Unions;

4. Any dispute regarding the interpretation and/or application of this Agteement shall be

handled pursuant to tn-e tems of the applicable Union's gr{evance procedure, provided that if
morc than one batgaining unit has the same or similar dispute, the gdevances shall be

consolidated; and

5. The parties agree that this Memomndum of Agreement is oontingent upon ratification
by the King County Council, and shall be effective once fully ratified by King County (having
already been ratified by the undersigned Unions) tlu'ough December 31,20t6.

For King County:

/ (,ú/ ¿^rl/ t-¿J /l
Patti Cole-Tindall, Director
Office of Labor Relations
I(ing County Executive Office

Date

Totøl Compensation - ofUníons
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MEMORANDUM OF AGREEMENT
BY AND BETWEEN
KING COIINTY AND

THE UNDERSIGNED UNIONS

ADDRASSING "TOTAL COMPENSATIoN" COALITION BARGAINING; 2015-2016

BTTDGBT; AND COST-OF-LIVING ïVAGE ADJUSTMENTS FOR KING COUNTY
coALIiIoN o¡. LABoR UNIoNS BARcAININc UNIT MEMBERS 201$'2016

Labor Orþanizatlon: Washington State Council of Counfy and City Bmployees, Council 2

Ratified by the Members covered by the contracts listed below:

of and City Employees,
Council

PresidentlExocutive

For

ConÉradtLabor Organization
code

District Court - TVagesWSCCCE, Council 2, I.ocal
2IDC

090

Department of Publio Health070 CouncilZ,T.ocal
TTD

Medical Examiner - Departnrent of Publio Health260 WSCCCB, Council 2, T-ocal
'1652

Departrnent of Cornmunþ& Human'WorkSouce.

Services
263 WSCCCE, Council 2, Local

16s2M
Industrial and Hazardous ÏVaste275 \iVSÇCCB, Council 2, Local

1652R
Dopartment of Executivs Services, Facilities
Manasement Ðivision

\VSCCCE, Council 2, Lacal
2084-FM

272

& Juvenile Detention (Juvenile276 WSCCCE, Council 2, lncal
2084-S

Superior Court - FamilY Court
Appointed Specíal Advooates Speoialists and

Attorneys (CASA)

Operations; Court458 WSCCCE, Council 2, Local
2084"SC

Suporior Court - Staff (Wages Only)273 ìVSCCCE, Council 2, Local
2084-SC

Superior Court - Supervisors (Wages Onlv)274 WSCCCE; Council 2, I-ocù
2084SC-S

Tolal Contpensatíon- Coølítíon of Aions
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MEMORANDUM OF AGRTEMENT

BY AND BET\ryEEN

KING COI]NTY

AND

COALITION OF LABOR I]NIONS

REPRTSENTING

I(ING COUNTY ADMINISTRATTVE SUPPORT CLASSIF'ICATIONS

Subjectt .Coalitlon bnrgalniug for employees ln specífied adminlstratlve support
. classifications

WHEI{EAS, King County and the undorsigned labor unions roptesenting certaín adminishative
support classifications ("the Coalitiono') have agreed to bmgainwagos for those.classifioations in
a coalition so that any agreoments reaohed would be binding on all parfies to the negotiations and

would satisfu all bargaining obligations between the parties w.ith respect to wages for the
duration agreed to by the parties ín such an agroernent; and

WHERBAS, I(ing County and the Coalition have reached an agreement on wagqs, pursuant to
the terms set forth herein, and therefore have ñrlly satisñed their bargaining obligations on the
issue of wages for the duration of this Agreement;

Now THEREFORE, the parties have agreêd as follows:

1. The terms set forth in this Agreement shall apply to all positions which are in the

following classificatisns and whioh are cur:rently represented by any of the undersigned
bargaining units:

Fiscal Specialist I *4
Adminiskative Speoialist I - 4
Customer Service Specialist 1 - 4
Technical Information Processing Specialist 1 - 4

AdminishatiVe offi ce Assistant
Fubli c H ealth Administrative Support Sup ervisor
Adrninistrative Staff Assistant

Thepositions referenoed herein shall be referred to as "Coalition Administrative Support
Positions" and shall not include positions covered by bargainíng units eligible for interest
arbitration.

Coalí.tion B argaìning - Admìníslrative Support Classificatíons
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2. Beginning on Janualy 7,2}lZ,regular employees in Coalition Administrative Support

Positions shall rocoive a wage iflorease of 1,5% abovg Step 10 upon completing 15 years servioo

wiÍh ning Count¡ and a 3.0% increase (not cumulativa with the 1.5% increase after 15 yealÐ

above Step 10 upon comBleting 20 yoars service with King County;plovided, howovero that the

ernployee is eligible for the above Step 10 premium gnly if he/sho loceives at least a3.25 rating
olr the prior: year's performânce evaluation. For purposes of tbis provision, years of service shall

be based on the employee's Adjusted Service Date as that tenir is defined in the King County
Pefsonnel Guidelines, Therequirønent that tho ornployee eam atleast a 3.25 rating on the

perfornance evaluation shall be waived for arry yqar in which the employee did not reoeivo a

performanco evaluation prior to the start of the oalendar year. There shall be no limit or quota on

the number of ernployees elígiblq to receive this wage premiurn above Step 10.

3. This Agreement fultry satisfies the parlies' bargaining obligatíons wifh respect to

wages for any,and all Coalition Admirústrative Support Positions tluough Decomber 31' 2013.
'l'he parties have ageed to bargain a successor agreønent on wages in coalition utilizing the

same plocess as'was agreed to in these negotiations (see September 30, 2008 "Ground Rules for
King County Adminishative Support Coalition Bar:gainingr' (attached heteto as Exhibit A)) with
the additional agreemont that any rnarket surveys conducted for those negotiations will be based

on the followìng list ofjurisdiotions:

1. Snohomish CountY
' 2.. Pierce CountY
3. City of Seattle

' 4. CitY ofBellewe
5. City of Tacoma
6. City of Everett

;: Slli:få:*T*
9. City ofl(ent

' 10, Port of Seattle

4. trt is ihe parties' intent to not simultaneously provide ernployees with both: a) the
wage premiurns r:eferenced in Paragrap.h 2 of this Agreement, ancl b) an above-top-step merit
premium program. Therefore, employees in bargaining units which have eligibility for abovo-

top-step mer{tpay arç not eligibte forpremium under Paragïaph? of this Agreernent; however;
such bargaining units may eleot to.forgo above-top-step merit for their members who are part of
this oqalition in order for those members to be eligible for the premiutn under Paragraph 2 of this

Agleement. This provision would give èmplo¡rees who are. covered'by these administrative
support coalition negotiations the option of: a) continuing to receive above-top-step meritpay
theyhave acccss to under.their respeotive bargaining unit's existurg collectivo baryaining

agreement, or b) reoeiving tlre wage premium under Paragraph 2 of this Agreement. Such

employeos must elect their prefen'ed option as a group as part of those negotiations, and must
indicate their selection within 60 days of exeoution of this Agreerrent, and that selection will
remain in effee-t forthe duration of this Ageement

Coalition B argainíng - Administrative Support Classifcations
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. 5, This Agreement applies to positions in the classifications referenced above

(Paragraph 1) covered by the following coilective batgaining agleenreits:

C o al I tì o n B a r gøi nhtg -'Adminis tr a t iv e S u pp o r t Cl as sifica tio n s
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cbn
Coile

ContractUnlon

154& Technioal and

Administrative Employees
Brotherhood of Teamsters

117
156Wadtewater Treatrnerit Division,

Prcfessional & Technical and

Administrative Sr¡pport - Department of
Natural Resoutces and Parks

Br otherhood of Teamsters

Loaalll7

350Joint Crafts Council, Construction Crafts A¡rpendix K: Departments : Executive
Services (Facilities Management; Records,

Eleotions & Licensing Services), Nahlal
Resources & Pæks, Transportation

035of AssessmentsOffic'e & Professional Eurployees
International lJnion, Looal B

038Departments: Public Health (Dívision of
Alcohol, Tobacco and Other Drugs
Prevention), Cornmuníty and Human
Servicos (Mental Health, Chemical Abuse
and Dopendency Services Division)

Offlrco Professional Employees
International Union, Local B

046Frofessional and Technical Enrployees,
Local 17

and Technical - Dèpartment of
Transportation

040Departrnents : Development and
Ënvironmental Services, Executive Servlces,

Nahral Resourcqs and Parks, Transporfation

Professional and Technical Employees,
Local 17

060Departments Public Health, Community and
IIuman Services

Professio¡al and Tecbnical Employees,
Local17

191Non"Commissioned - Department of Adult
and JuvenileDetention

Prrblic Safety É'mployees Union

193Non-Commissioned - Ifing CountY Sheriff s

Office
Public Safety Ernployees Union

428'Wastewater Treatment Division, Departrnent
of Natural Resoulces and Padcs, Staff

Techrrical Ënrployees Association

273Superior Court - Staff (Wages Only)State of County and
2084-SC

274.Superior Court - Supérvisors ('Wages Only)Vy'ashinglon State of
Local 2084SC-S

080Department of Adult and Juvenile DetentionlVashington State of County and
Council Local2lAD

260Medical Examiner - Department of?ublic
Health

State County and
2 LocalL652

263'Worksource - Depprtrnent of Cornlrunity
and l{uman Services

Wabhington State Cprurc'il of County and
City Employees, Council 2, LocaI 1 652M

2',7.5Industrial and Hazarclous Waste'Washington State Counoil of County and

City Employees, Council 2n Looal 1652R



For
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6. This Agreernetrt shall romain in effect tllough December 31, 2013.

hood of T'eanrstcrs tocal L17:

Ì
TraceyA.

Flor Office & Professional Dmployees Ilte¡national UnÍon, Local 8¡

Anranda

and Technical EmployeesoLocal 171

Behnaz

Union Representative

Public Safety

Manager

Employees Association:

President

For Washington State Cou¡rcil of County and City Employees, Council2:

For Klng County;

J.J LaborNogotiator III

ve

For

q/ 2"r///
Date

E ,?i? , l\
Dato

Date

Date

Caal ítíon Bargainìng - Admínìs lt's¡íve Suppor:l Cl assiJìcations
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EXIIIBIT A

: :GROIIND RULES X'OR IflNG COUNTY '
aDMINTSTBATIVE'SUPPORT COALITION BABC,4tNl¡{c

Scopc of Topic. The scope of the. discusqiorid will be to netotiate waqg rate¡

for îhe.olassîfications at.issuo. The'parties.may àgtee lo.adtlress'.additional

i¡lu* in the cgurse of this bargaining, 
.

Scqpe of Classific¡ìtions. Administrativs Suppor[ olæsifip¿tions; inotuding

the followiug: 
,

Fiscal Specialist 1-4

Administrative $pecialist 1-4 
:

Customers Servioe SPeoialist 1'4 
.

aud that thg partier máY agiee tp
:

thç

Authirrity of the Couüty. The parties agree- that the Courity- is sppaking with
one úeice, and thp partiçs ale engaged in coalition bægzuni$g:rathei.:Thari

boordinated'bargaining. . The County's interest in coalition Uareani¡le Ê.tg.Sc
.from 'its, effOrt to maintaìn a consistent Compehsation: çhrietUrè .fol

. adnrtniqtrittive staff acfoss Dçpa,rtrnents. The County as a wholg¡ âLrcl eabh,9f
'its deBartr¡gnts, will be bound þy any agreeme¡rt ieablÉd in this piocê$$'' , 

'.: ,.....i. .' :

i.Sfotus of. C¡ntraèts¡: The status of. côntraofs,-wilt:.nof;.rifieOt ¿,.uni-orils

pârticiþation in.t_hÍs.,pröceçs;:¡s-¡ r¡/itl it affeçtfho, ofhq';p¡ÕYisiqns òf-this
âgreement, [nç þartiÇ+ qro agleeihg to iqopqn all óonträcts foi¡tl¡q purpöse of
néeptiatjng.qomþ"qpþtion r,$lating to .tùe .sp.eg'lfled'adfnipishaüVq gupport
olassifiiations.

1
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ScoBe of Bargaining Units Included. The bargaining units as, defined irr
Addendum A to this agreement are inqluded in this coalition batgaining'

Negotlntion Process.

A. Load Nçgotiators. The lead uegotiator for ttre County will be the

Manager of Labor Relations or suc,h other negotiator as may be appoi4æd by
tho County, The load negotiator fol ths Coalitionwill be the General Counssl

for Tear¡lsterc Local 117 or such other negotiator as may be appointed b¡¡ the
Coalition, Only thq lead negotiator will have the authority t0 biûd the party
that they represent.

B. Table Composition, Each party will name a fixed set of partioipauts in
the negotiation Othefs may be permitted to participate as subject matter

experts but not as members of each.negotiating karn, 1'he unions ag(eê to
nams no more that two (2) employee.representatives'per unlon; providedthat
Local 17 may appoint four (4) omployee representatíves. Thç County agr- qes

to provide reloase time to parti0ipate in negotiation prcvided that such rslease

time does not interfere with ihe operations of the County. In such event¡ the

þarties will disouss alternatives to address the issue.

C, Dates. The lead negotiator fot eaoh pqty shall,set a cornplete set of
negótiatìng dates beginning in January, 2009, and conoluding by Apríl 15'

2009.'

D. Location. Rargaining sessions will be held at downtown County
faollitíes.

Cbmmunicatlon, The expectation is that the parties will bargqin at the tablp

lather than in the worþúce, Prior fo issuing written çommunications with
County employees or Union membors regardinþ the'substance of these

negotiations, apary intending to issuo such a communication will provido the
other party with prior notice <yf that çommunicat¡on and will atte.n¡pt to resolvç
any issues regardir.rg the content of thc comrilunicatìon prior to publication.
The parties retaìn the right to oorirmünioate, with theit sonstituencies in non-
written form. However, oonsistent with the spirit of this commitrnent, the

parties will respect'the ooncept of prior notice outlined in this pamsap¡.

7,

8.

2
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Mediation and Fact lrindlng. If the parties fail to reaoh agfeernent, the
parties will simultaneously (1) request the assístance of an impartial third
party seleoted by tho parties; if the parties cannot roach agreeme$, thgn the

mrdiatot wilt ,be ¡eleoæd tluough the Public Employment' Relations

Commission to mediato the negotiations; and (2) appoint a neutral fact-finder
pursuant to the selection process helow. The rnediatìon will be scheduled

ahead of the fact,finding hearing. The fact-fïnder shall be oharged to make

non-binding ¡ecommçndations to the parties as to the terms of an agreement

regarding, wage rates for the classifications at issue, The fact-finder shall

consider fhe markei position of the classifications and the economio
oiroumstances of the employer in making his or her recommendations, The
faot-findlng wtll be 'souotr¡¿e¿ no later than sixty (60) days aftor the

conciusion of mediation with the recornmendation to each party, The sost of
the faot-ftndor shall bo borne equally b.y the parties.

a. Selection. Tho parties will attempt to mutually agroe on a faot'frnder.
Absent such agreoment, the parties will request a panel fi'om the Public
Employment Relations Commission and will seleet a fact flndler through
mutual striking.

b. Henring, The hearing procedure shall be detbrmined by the fact finder
but shall be conducted fair'þ and oxpediiiously.

c. .Recommendation. Prior to issuing a formal recommendation, the faot
' finder will meot informally with the parties to inform them of his or her

fintlings. Thereañer, the parties will have one weekto attempt to roach an

agreernent, If the partìes are unable to reaoh agreement the fact finder
shall issue his or her decision.

3
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r0.

Daúerl thls 30rll:day of

I,OCAL 17

IFPTE, LOC:fuL77

LOCALS

PUBLIC SAFETV

, TEAMSTERS ;LoðAL.ÛÑloÑ uo. t I 7

Cormsel

rFcrTNIc4! EMPLOYEFS ASSOCIATIoN

Corrnsil2

Sraff

519

2008,

,

4
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